In recent years, research on the relationship between perceived organizational support, organizational commitment and individual innovative behavior has yielded many results. To better understand the mechanism in the localization environment, on the basis of literature review, this paper proposed a hypothesis model to test the relationship between these three variables, verified the rationality of the model through questionnaire survey and provided some management suggestions on how to motivate individual to innovation for reference.
Introduction
Innovation is the key factor in measuring the vitality of an organization. Researchers have showed that the emergence of innovative behavior is based on sufficient resources. When employees perceive an organizational support, they would form a corresponding organizational commitment. This commitment motivates employees to repay the organization, thereby promote employee innovation.
Under the results of localization studies, Chinese scholars have found that the definition and dimension of both perceived organizational support and organizational commitment, has big differences with those put forward by foreign scholars. Therefore, Chinese scholars carried out some adaptive researches and creatively proposed the concept of ideal commitment.
After summarizing some related literature, this paper proposed a hypothesis and developed a questionnaire based on existing scales. The results of the questionnaire verified the hypothesis. Based on the results, the paper put forward some practical suggestions and directions for future research.
Literature Review

Perceived Organizational Support
Employees can perceive the concern and recognition from organization and form an overall perception, named perceived organizational support, which can affects their work attitudes and behaviors [1] . Organizational support includes material and resources, such as information, tools, equipment [2] . Support from other members of the team also works, such as superiors, colleagues and subordinates [3] . Chinese scholars proposed that the perception can be multi-dimensional construction, including job support, interest concern and value identification when it comes to China [4] .
Ideal Commitment
Organizational commitment is a psychological phenomenon, emphasizing the individual's recognition and commitment to the organization. When employees perceive support, they will generate a feeling of "willing to contribute to the organization" [5] . Apart from work engagement, organizational commitment is also manifested in emotional dependence on the organization [6] . Some scholars believe that organizational commitment is out of personal responsibility for the organization [7] .Based on previous studies, Chinese scholars proposed the ideal commitment, emphasizing the development of employees and work ambitions. Employees are paying more attention on the growth support provided by the organization when they commit to the organization. For example, whether their potential and strengths can be fully utilized in their work, whether the organization can provide them with opportunities for learning and promotion, etc [8] .
Individual Innovative Behavior
There is no recognized definition of innovation so far. Innovation is put forward as a production relationship that introduces new elements into the operational process and integrates them [9] . It is the process of creating unique and valuable things through proactive thinking and implementation [10] . Innovation can be defined as the creation of new ideas, technologies, knowledge, etc [11] . It is a helpful behavior that can significantly improve the efficiency of the whole company and effect the actions of all individuals in the organization [12] . On the basis of developed scale, the questionnaire of this paper is divided into four parts:
Research Hypothesis and Model
(1)Personal information. It includes five questions about the respondent's gender, age, education, rank and length of work.
(2)The scale of POS. This part adopted the "Questionnaire about Perceived Organizational Support of Chinese Enterprise Employee" developed by Ling Wenquan, Yang Haijun and Fang Liluo [4] .
(3)The scale of ideal commitment. This part is excerpted from the items of ideal commitment in the "Questionnaire about Chinese Employee's Organization Commitment", which was put forward by scholars Ling Wenquan, Zhang Zhican and Fang Liluo [8] .
(4)The scale of individual innovative behavior. On the basis of "Innovative Behavioral Scale" developed by Scott and Bruce [13] , this paper added one summary item which is put forward by Wu Jingji.
The questionnaire adopted the Likert five-point scale, with 1-5 points from "completely disagree" to "completely agree", each of which was positively scored.
Test and Analysis
Reliability and Validity
The Cronbach's Alpha of the POS scale is 0.915. It is an ideal scale with high reliability. The validity was analyzed by AMOS and indicators are as follows. The model and data were adapted with X2=1.188, P=0.141, RMSEA<0.08, GFI, AGFI and CFI all greater than 0.9.
Ideal Commitment POS job support interest concern value identification Individual Innovative Behavior H2 H1 H3
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The Cronbach's Alpha of the ideal commitment scale is 0.924. It is an ideal scale with high reliability. The KMO is 0.822 and a factor is extracted. The interpretation of the variance is 76.843% > 50%, and the factor load of the five questions is above 0.8, which means the scale is ideal with high validity.
The Cronbach's Alpha of the individual innovative behavior scale is 0.910. It is an ideal scale with high reliability. The KMO is 0.854 and a factor is extracted. The interpretation of the variance is 65.001% > 50%, and the factor load of the five questions is above 0.7, which means the scale is ideal with high validity. 
Correlation Analysis
The paper used spss22.0 to analyze the correlation between variables. All indicators are as below: From the Table, POS and ideal commitment have a significant positive effect on individual innovation behavior, which provide the basis for the subsequent hypothesis verification.
Regression Analysis
This paper used spss22.0 to perform regression analysis on variables. All indicators are as below: After controlling the demographic variables, the coefficient of POS on individual innovation behavior was β=0.620 (P<0.001), reaching a significant level. Together with the demographic variables, it can account for 39.5% of individual innovative behavior. Therefore, H1 is verified.
Repeat above steps, the coefficient of POS on ideal commitment was β=0.496 (P<0.001), reaching a significant level. Together with the demographic variables, it can account for 50.3% of ideal commitment. Thus, H2 is verified.
The coefficient of ideal commitment on individual innovation behavior was β=0.498 (P<0.001), reaching a significant level. Together with the demographic variables, it can account for 41.1% of individual innovation behavior. H3 is verified.
Mediation Test
The paper adopted hierarchical regression analysis to test the mediation. The results are shown in Table 4 . In model 2, the coefficient of POS on individual innovation behavior was β=0.620 (P<0.001). With the addition of ideal commitment, the regression effect of POS is still significant, but the coefficient has dropped from 0.620 to 0.348 (P<0.001), F=19.872(P<0.001), meeting the conditions of partial mediation. Therefore, H4 is verified.
Results and Suggestions
POS Has a Significant Positive Effect on Individual Innovative Behavior
Employees would generate positive attitudes and emotions when they perceive support from organization, such as satisfaction and loyalty. These can motivate them to generate more innovative behaviors. In management practice, managers should take actions to strengthen their concern and recognition of employees. For example, provide them with job support; help to match their capability and job requirements; grant them work autonomy; establish a fair and just work mechanism; provide employees with favorable working conditions and promotion opportunities; consider retention, compensation and retirement.
Ideal Commitment Has a Significant Positive Effect on Individual Innovative Behavior
With high ideal commitment, employees prefer to achieve personal growth and ideal fulfillment in the organization. They will be more engaged in work and generate positive organizational citizenship behavior. In order to cultivate and strengthen the ideal commitment of employees, managers should fully understand employee's personal goals, provide them with the suitable position. The organization should also create rotation and training opportunities, improve promotion structure. At the same time, the organization can participate in the career planning of employees, provide them with guidance.
Ideal Commitment Plays Positive Mediation Role between POS and Individual Innovative Behavior
When an employee is with high ideal commitment, he is likely to take positive actions with the support provided by the organization, expecting personal growth and repaying the organization. Organization should strengthen the cultivation of innovative atmosphere, pay attention to the identification of applicants in the recruitment process, such as talk about their ideal ambitions and career planning. After joining the company, organization should consciously cultivate and strengthen employees' ideal commitments, so as to encourage employees to generate more innovative behaviors.
Summary and Directions for Future Research
Firstly, this paper proposed the hypothetical model between POS, ideal commitment and individual innovative behavior and verified the relationship through data analysis, which enriched the localization study in this field. Secondly, a situation can be found through this paper that the study on POS and organizational commitment is mostly based on the research of foreign scholars and still much for localization research to discover. Thirdly, based on the studies of Chinese scholars, this paper innovatively discussed the role of ideal commitment between POS and individual innovative behavior, providing a new direction for future research. In the future research, the paper can consider survey methods such as interviews, observations and longitudinal tracking of the participants to understand the dynamic changes of employees' emotions and perceptions. The investigation on innovative behavior should consider the feedback from the colleagues of the participants on the basis of self-assessment, making the survey more objective and accurate. The selection of samples should be more scientific to fully reflect their representativeness.
